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Agenda

A Background to Joy in
Work

A Joy in Work Change
Package

"' A The Role of
| Leadership
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A Next Steps
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How are you feeling about the Joy In
e wcne S Work CQI Project?
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Background:
Selection of Joy in
Work for 2020




Home Visiting is as Tough
as It Is Rewarding

Home visitor stress and
burnout affects staff, clients
and the organization

I Decreased productivity
I Higher staff turnover

I Increased staff
absenteeism (sick)

I Lower staff morale
I Impacts on family retention

I Reduced program qualit
and fidelit;e ’ AUy

I Direct and indirect
expenses of retraining and
hiring
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Learnings from Region X
Home Visiting Workforce Study

A 24.5% (HV) and 23.1% (HVS) left
position in previous 12 months

A 11.9 hours on home visiting and 9.4
hours completing paperwork (weekly) Ny o

A Average of 2.1 (HV) and 1.9 (HVS)
public assistance services

A 36.4% (HV) and 30.4% (HVS)
reported ACEs score of 4 or more

A Leadership and coworker support,
reflective supervision, and self-care
were common stress management
techniques

Maternal & Child Health Section
Public Health Division



Home Visiting Workforce
Study: Equity in Home Visiting

A Home visitors share common traits with
just 46% of the families they serve

A Over one-third of families speak a
different language

A Home visiting staff who identified as a
person of color were 86% more likely to
report intention to stay in their jobs

A Home visitors of color earn an average
of $1.35 less in hourly pay compared to
white home visitors

Maternal & Child Health Section
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Recommendations from Workforce Study

A Create pathways to advance home
visitor education

A Ensure workplaces are psychologically
supportive and include reflective

] [
I ‘f Region X Innovation Grant
h 3 AK+ 1D+ Ok WA

A Provide benefits and promote access | |4 e

Visiting Workforce

to mental health services el
_ AR
A Promote work-life balance and self-

care

A Ensure home visitors and supervisors
are paid equitably for their expertise

https://www.dcyf.wa.qgov/services/childev-support
providers/homevisiting/innovationgrant

Maternal & Child Health Sectio
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https://www.dcyf.wa.gov/services/child-dev-support-providers/home-visiting/innovation-grant

Learnings from Region X Innovation
Grant: Big 3 Design Workshops

A Need for organizational support for
self and collective-care

A Desire for recognition for home
visitors and the profession

A Desire to strengthen ties to peer
nome visiting community

A Interest and enjoyment in using
participatory methods for problem
solving and identifying solutions

Maternal & Child Health Section
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Learnings from Region X
Innovation Grant: Reflective Supervision

A Home Visitors receiving effective
Reflective Supervision:

I Are less emotionally reactive to
the families and circumstances of
their work.

I Perceive their organizations as
more supportive.

A Leadership commitment to Reflective

Reflective Supervision:

Supervision/Practice is an active e e

Programs

iIngredient

A Reflective Supervision Self-
Assessment Tools

A Reflective Practice is self-reinforcing

Maternal & Child Health Section
Public Health Division


https://www.dcyf.wa.gov/sites/default/files/pdf/RegionX-ReflectSupGuidelines-Self-Assess.pdf

Learnings from Region X
Innovation Grant: Evaluation of
NEAR@HOME and FAN

Importance of:
AShifting role f

nNempat heti c | 1 s
A Mindful self regulation tools

A Reflective supervision for home
visitors and supervisors

A Understanding the impact of
ACEOs I ncluding t

Maternal & Child Health Section
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Joy in Work in Healthcare and Home Visiting

A Institute for Healthcare Improvement (IHI) White
paper and virtual course on Joy in Work

I Strength-based approach 3
I Beyond reducing staff burnout to
Incorporating wellness and resiliency HEs
Improving Joy in Work

I Not only individual staff engagement and
satisfaction, but client satisfaction and
experience with home visiting

I A cruci al component
changeo necessary fo

Maternal & Child Health Section Or‘eg()l'l
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Final selection of Joy in Work for FY2020

Engagement Final
of CQI selection of

CQI Topic
Interest

Survey Advisory Joy in Work

Workgroup for FY2020

2020 MIECHV CQI Projects Topic Interest Survey

Results

Please indicate below how interested you are in focusing on the topic of Joy in Work for your 2020 CQI project.

Answered: 19 Skipped: 0

Extremely
interested
e _

Somewhat
interested

Mot so
interested

0% 10% 20% 30% 40% 50% 60% T0% 80% 90%

2020 MIECHV CQI Projects Topic Interest Survey
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Breakthrough Series Collaborative Roadmap

Oregon MIECHYV Program
2020 Statewide CQI Project on Joy in Work

Conducl CaQl Farticipan
Topic Survey (24 LIAs)
and select
topic Leadership
Webinar:
C Gl Advisory August
Work Group
Meetings LIA Kick-off |
Webinar:
[ Seplember
Stakeholder
Meefing Prework:
September
Develop
Change
Fackage Learning
Session 1
{in person):
Fretobhe
May — August Dctober
,s 2019

i

Achion Perod 1
[FD5AS)

2019

Breakthrough Series Model [BTS)

O Leveraging our collective learning and effarts
© Focuson rapid cycle testing
© Common metrics to detect and understand improvement

AT P
.&5 Dll Dissemination
= storyboards,
Action Period 2 C-ﬂﬂl:ﬁnc.es
(FDSAS) .
Learning Holding
Session 2 Session 3 the Galns
(virtual):

(Virtual):

Fabriary June

tAcrch-June 2020 June=July 2020

August 2019 - July 2020

SUPPORTS

Technical Assistance
Monthly PDSA Reports

Measurement Tracker

Basecamp
Learning Webinars

COl Newsletter
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The Process for Engaging in Joy in Work

Figure 1. Four Steps for Leaders

4. Use improvement science to test approaches to
improving joy in work in your organization

3. Commit to a systems approach to making joy in work
a shared responsibility at all levels of the organization

2. ldentify unique impediments to joy in work in the
local context

1. Ask staff, “What matters to you?”

Health



Joy In Work

Change
Package

Oregon 1
Healt
uthe
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Do o o Do Ix

Why have a
collaborative
charter for CQI
Projects?
Describes and launches
the collaborative effort
Establishes a common
vision
Provides aim and rationale

Identifies aim and
measures

Sets expectations for
participation and
leadership

May include
considerations for scope

Oregon Maternal, Infant and Early Childhood Home Visiting
(MIECHV) Program’s 2020 Statewide CQl Learning
Collaborative on Joy in Work

Joy in Work Collaborative Charter

A. What are we trying to accomplish?

Call to Action: Home Visitors in Oregon work tirelessly to promote positive outcomes for children and families,
many of whom experience complex challenges including adverse childhood experiences (ACEs) and current
challenges with mental health, substance use and intimate partner violence. Families value and benefit from the
support of their home visitors as they work towards their goals in supporting their children and families.

However, without a comprehensive and integrated system of trauma and resiliency supports, collective care and
reflective practices for home visitors and supervisors, stress, burnout and turnover threaten the quality and
impact of these home visiting services. Staff turnover can pose a significant challenge for program quality,
model fidelity and costs, negatively impact retention among families, and create low morale among home
visiting teams®.

From January 2017 through lune 2019, Oregon took part in the Region X Home Visiting Innovation Grant along
with Washington, Idaho and Alaska to develop and evaluate a system of trainings and supports for home visitors.
This grant included a Region X workforce study of home visitors and supervisors, to understand the factors that
influence staff competency, retention, and capacity to remain in the relationship-based work of home visiting
and to better support the workforce and reduce staff burnout and turnover. The study found that in Oregon,
24.2% of home visitors and 26.7% of home visiting supervisors had left their position in the previous 12 months.

Oregon Specific Findings from the Region X Innovation Grant Workforce Study®

Job Status and Structure

= 34% of home visitors and 50% of supervisors have been in their current job less than two years.

= Home visitors report spending an average of 11.9 hours each week delivering face-to-face home visitation
services and 9.4 hours each week completing paperwork.

Financial Security

= Being a home visitor of color predicts an average of $1.35 less in hourly pay compared to white home visitors.

=  69% of home visitors and 50% of home visiting supervisors report at least “some difficulty” in paying their

Maternal & Child Health Section
Public Health Division
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. \ S—
Oregon's Joy in Work Charter %
A What are we trying to accomplish?
I Background, mission, aim ?
A How will we know a change is an improvement?
I Measures, pebbles versus boulders
A What changes can we make that will lead to

Improvement?
I Critical elements and key driver diagram

A Collaborative expectations
A Team signatures

Maternal & Child Health Section
Public Health Division
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Joy In Work CQI Collaborative Charter

E. Our Team Signatures

[Your team name] is inspired to participate in this Joy in Work Learning Collaborative because: [write a
few sentences or bullets here, for example: We see the challenging experiences our families have with
maternal depression and substance use, and need to find ways to continue to support our collective and
self-care so we can in turn support them...We want to learn how to better support each other...]

LIA name and Home Visiting Model:
Agency Lead (Sponsor):

Day-to-Day Supervisor(s):

Home Visitor(s):

Data support staff:

Others:

Maternal and Child Health Section
Public Health Division e a t
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Joy In Work Key
Driver Diagram
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